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ABSTRACT 
The banking sector is the backbone of any growing economy and this sector has also played 
an important role in the economy of Pakistan. The Human Resource (HR) professionals in 
Pakistan have been claimed to be responsible for the banking employees' performances who 
subsequently contributed towards the growth of banks. Thus, HR competency had been 
speculated to have some connection with HR professionals' effectiveness. The objective of 
this study was to determine the influence of HR competencies on their effectiveness in the 
banking sector of Pakistan. The study was motivated by the resource-based view (RBV) and 
human resource competency model. The impact of HR professionals' social, technical 
competencies and willingness on their effectiveness were examined. The study also examined 
the moderating effect of organizational support on the relationship between HR 
professionals' social, technical competencies and HR professionals' willingness and HR 
professionals' effectiveness in the said banking sector. The survey method was used to 
conduct the study and the questionnaire was adapted from past researchers' instruments. The 
sample was 370 private bank branch managers in Pakistan and 183 responded. This gave the 
study a response rate of 49 percent. The results suggested that the HR professionals' social, 
technical competencies and HR professionals' willingness had a positive and significant 
relationship with HR professionals' effectiveness. The study also found that the 
organizational support had moderated the effects on the relationship between the 
competencies and the willingness of HR professionals with the HR professionals' 
effectiveness. Finally, this study had recommended the need for HR professionals to further 
enhance their competencies in the areas of credible activist, strategic architect and business 
ally in the banking sector of Pakistan. 
Keywords: bank, HR competency, human resource management, HR professional 
effectiveness, Pakistan 
ABSTRAK 
Sektor perbankan merupakan tulang belakang kepada mana-mana ekonomi yang sedang 
berkembang dan sektor ini juga dikatakan telah memainkan peranan penting dalam ekonomi 
negara Pakistan. Para profesional sumber manusia di negara tersebut telah didakwa 
bertanggungjawab ke atas prestasi kakitangan perbankan yang seterusnya menyumbang 
terhadap perturnbuhan sector perbankan. Oleh itu, kompetensi sumber manusia dikatakan 
mempunyai suatu perkaitan dengan keberkesanan sumber manusia. Objektif kajian ini adalah 
untuk menentukan pengaruh kompetensi sumber manusia terhadap keberkesanan sumber 
manusia di sektor perbankan Pakistan. Kajian ini telah didorongi oleh pendekatan yang 
berdasarkan sumber (RBV) dan model kompetensi sumber manusia. Impak kompetensi 
sosial, teknikal sumber manusia serta kesanggupan sumber manusia terhadap keberkesanan 
sumber manusia telah ditinjau. Kajian ini juga telah mengkaji kesan perantaraan (moderating) 
sokongan organisasi terhadap hubungan di antara kompetensi sosial, teknikal dan 
kesanggupan para profesional surnber manusia dengan keberkesanan para profesional sumber 
manusia. Ia telah menggunakan kaedah tinjauan dan soalselidiknya pula telah diadaptasi dari 
instrumen pengkaj i-pengkaj i terdahulu. Sampel kaj iannya ialah 3 70 orang pengurus 
cawangan bank swasta di Pakistan dan 183 penguru itu telah menjawab. Jadi kadar jawapan 
tinjauan ini ialah sebanyak 49 peratus. Keputusan kajian pula mendapati bahawa kompetensi 
sosial dan teknikal sumber manusia serta kesanggupan sumber manusia mempunyai 
hubungan yang positif dan signifikan ke atas keberkesanan para profesional sumber manusia. 
Ia juga mendapati bahawa faktor sokongan organisasi telah bertindak sebagai pengantara di 
antara kompetensi dan kesanggupan profesional sumber manusia dan keberkesanan sumber 
manusia. Akhir sekali, kajian ini mencadangkan agar para profesional sumber manusia 
berusaha mengukuhkan tiga kompetensi mereka dari segi aktivis yang dipercayai, akitek yang 
strategik dan rakan niaga dalam sektor perbankan Pakistan. 
Katakunci: Bank, Keberkesanan Para Profesional Sumber Manusia, Kompetensi 
Sumber Manusia, Pakistan, Pengurusan Sumber Manusia 
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CHAPTER 1 
INTRODUCTION 
1.1 Background of the Study 
Due to the shift in an economic productivity from agriculture to industrial to services 
and now to information technologies, the role and function of the human resource 
(HR) in organizations is changing. Further, these changing functions and roles of the 
HR in organizations demand a shift in managerial roles in terms of developing new 
competencies and capabilities of the HR and therefore the human resource 
management (HRM) function has also shifted from operational to a strategic and 
people orientation (Lemmergaard, 2009). In the past, HRM was considered to be a 
staff function where its role was considered as administrative and HRM operations 
were often regarded as a commodity. This role has undergone changes and in recent 
time ~ ~ ~ r o f e s s i o n a l s '  primary role in terms of people orientation is to influence the 
workforce mindset, skill-set and work-related behavior for formulation and 
implementation of organizational strategies including the alignment of HRM with the 
strategic needs of an organization (Bal, 201 1; Beatty, Huselid & Schneider, 2003). 
Since the advent of the 21" century as mentioned above the HRM function is 
experiencing a shift. This paradigm shift has resulted from the way HR are being 
evaluated and considered as one of the key emerging resources in the organization 
(Lawler & Mohrman, 2003) and will, therefore, generate new opportunities for the 
HR function and would help to develop a broader role for HR professionals in the 
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REFERENCES 
Aaker, D.A., Kumar, V., & Day, G.S. (2001). Marketing Research. (7th ed.), New 
York: John Wiley and Son Inc. 
Abbas, K., & Malik, M. H. (2010). Impact of Financial Liberalization and 
Deregulation on Banking Sector in Pakistan. Pakistan Institute of Development 
Economics; Working Paper 64. 
Abdullah, A.H., Musa, R. M. F. R., & Ali, J. H. (201 1). The Development of Human 
Resource Practitioner Competency Model Perceived by Malaysian Human 
Resource Practitioners and Consultants: A Structural Equation Modeling (SEM) 
Approach. International Journal of Business Management. 6(1 I), 240-255. 
Adams, D. D. (1965). Pathogenesis of the Hyperthyroidism of Graves's 
Disease. British Medical Journal, l(544 I), 10- 15. 
Ahmad, A., Sharif, M. Y. & Kausar, A. R. (2012). An Empirical Study of the HR 
professional's effectiveness at the large privatized bank in Pakistan. Proceeding of 
3rd Terengganu International Business and Economics Conference 201 2, Malaysia. 
Ahrnad, A., Kausar, A. R. & Sharif, Y. M. (2012). Preliminary Study of the 
Moderating Effect of Organizational Support on the Relationship between HR 
Competencies, HR Willingness and HR professionals' Effectiveness Link. 
Proceedings of znd International Conference on Business and Management ( ISBN:  
978-969-9368-06-6). 
Ahrned, A. & Ahsan, H. (201 1). Contribution of Services Sector in the Economy of 
Pakistan. PIDE Working Papers 79. 
Aitchison, D. (2007). HR Transformation: Myth or Reality. HROA Europe and 
Sharedperise Forums in Association with TPL. 
www.hroassociation.org/uploaded/documents/HR%20TransformationY020MythY0200 
r%20Realitv,pdf 
Albanese, R. (1989). Competency-based management education, Journal of 
Management Development, 8(2), 66-79. 
Analoui, F. (1999). Eight Parameters of Managerial Effectiveness a Study of Senior 
Managers in Ghana. Journal of Management Development, 18(4), 362-389. 
Analoui, F. (1998). Behavioral and causal influences on individual managerial 
effectiveness in the Ghanaian public sector. International Journal of Public Sector 
Management, 1 1 (4), 300-3 13. 
Ansari, M. S. (2006) An Empirical Investigation of Cost Efficiency in the Banking 
Sector of Pakistan. State Bank of Pakistan. (Working Paper No. 12). 
Anthony, W. P., Perrewe, P. L. & Kacmar, K. M. (1996). Strategic human resource 
management, USA: The Dryden Press. 
Apospor, E., Nikandrou I., Brewster, C. & Paplexandris, N. (2008). HRM and 
organizational performance in northern and southern Europe. The International 
Journal of human Resource Management, 19(7), 1 1 87-1 207. 
Avolio, B. J., Yammarino, F. J. & Bass, B. M. (1991). Identifying common methods 
variance with data collected from a single source: An unresolved sticky 
issue. Journal of .Management, 17(3), 57 1-587. 
Awan, A. G. (2009). Comparison of Islamic and Conventional Banking in Pakistan. 
Proceedings 2nd CBRC, Lahore, Pakistan. 
Aycan, Z. (2005). The interplay between culture and institutional/structural 
contingencies in human resource management practices, International Journal of 
Human Resource Management, 1 6(7), 1 083- 1 1 19. 
Aycan, Z., Kanungo, R.N. Mendonca, M. Yu, K. Deller, J. Stahl, G. & Kurshid, 
A. (2000). Impact of Culture on Human Resource Management Practices: A 10- 
country comparison. Applied Psychology: An Internationul Review, 49(1), 192-22 1 .  
Back, R,. Jakubik, P. & Piloiu, A. (2013). Non-performing loans what matters in 
addition to the economic cycle? Working Paper Series, No. 15 1 5, European Central 
Bank. 
Bal, Y. (20 1 1 ). The new human resources management in the 2 1 '' century: a strategic 
view. Annual Conference on Innovations in Business & Management, London, 
UK. 
Balagam, A. & Faridudin, S. (2008). A Survey of Major HR Challenges in the 
Mature and Emerging Industries: A Comparison between IT and Banking 
Industries of Pakistan, Journal of Independent Studies and Research (JISR) - 
Management and Social Sciences & Economics, 6(2) 24-30. 
Bamberger, P., Bacharach, S. & Dyer, L. (1989). Human resource management and 
organizational effectiveness: High technology entrepreneurial startup firms in 
Israel. Human Resource Management, 28(3), 349-366. 
Barney, J. B., & Wright, P. M. (1998). On becoming a strategic partner: The role of 
human resources in competitive advantage. Human Resource Management, 37(1), 
3 1-46. 
Barney, J. B. (1 99 1 ). Firm Resources and Sustained Competitive Advantage. 
Journal of Management, 17(1), 10-1 5. 
Baron, J.N., & Kreps, D.M. (1999). Strategic Human Resource Resources. New 
York: John Wiley & Sons. 
Baron, R. M., & Kenny, D. A. (1 986). The Moderator-Mediator Variable Distinction 
in Social Psychological Research: Conceptual, Strategic, and Statistical 
Considerations. Journal of Personality and Social Psychology. 5 1 (6), 1 173- 1 182. 
Bartram, D. (2005). The Great Eight Competencies: A criterion-centric approach to 
validation. Journal of applied Psychology, 90, 1 1 85- 1203. 
Beatty, R.W. & Huselid, M. & Schneider, C. (2003). New HR metrics. 
Organizational Dynamics, 32(2) 107-1 22. 
Becker, B.E., & Huselid, M. A. (1998). High Performance Work Systems and 
Managerial Implications. Research in Personnel and Hunzan Resource 
Management, 16, 53-1 0. 
Becker, G. (1994). Human Capital: A Theoretical and Empirical Analysis with 
Special Reference to Education, Chicago, the University of Chicago Press. 
Becker, K.F. (2004). The Informal Economy. Published by Sida, Department for 
Infrastructure and Economic Co-operation. 
http://rru.worldbank.or~IDocumentslPapersLink~/Sida.pdf 
Bennell, P. (1 994). Improving the Performance of the Public Sector in LDC: New 
Approaches to Hunzan Resource Planning and Management, Occasional Paper No. 
25, Geneva: ILO. 
Bharadwaj, S. G., & Menon, A. (1993). Determinants of success in service industries: 
A PIMS-based empirical investigation. Journal of Services Marketing, 7(4), 19-40. 
Bharathi, G. K. (2010). The Intellectual Capital Performance of Banking Sector in 
Pakistan. Pakistan Journal of Commerce and Social Sciences, 4 (I), 84-99. 
Bhattacherjee, A. (2012). Social Science Research: Principles, Methods, and 
Practices, (2nd ed.) Zurich: Global Text Project 
Bhatti, K. K., & Qureshi, T. M. (2007). Impact of Employee Participation on Job 
Satisfaction, Employee Commitment and Employee Productivity. International 
Review of Business Research Papers, 3(2), 54-68. 
Bhutto, M. R., (2010). Parliamentary Secretary Health, Ministry of Health, 
Government of Pakistan. 
http://www2.ohchr.org/english/issues/women~docs/responses/P&istan.pdf 
Biemer, P. P., & Lyberg, L. E. (2003). Introduction to Survey Quality. John Wiley & 
Sons. 
Boam, R. & Sparrow, P. (1 992). Designing and Achieving Competency, McGraw- 
Hill, London. 
Bollard, A., Hunt, C. & Hodgetts, B. (201 1). The role of banks in the economy- 
improving the performance of the New Zealand banking system after the global 
financial crisis. Cross-cutting themes in economies with large banking system. 
Policy paper, IMF 20 10. 
Boselie, P., & Paauwe, J. (2005). Human resource function competencies in European 
Companies. Personnel Review, 34(5), 550-566. 
Boxall, P. (1 996). The Strategic HRM Debate and the Resource-based View of the 
firm. Human Resource Management Journal, 6(3), 59-75. 
Boyatzis, R. E. (2008). Competencies in the 21 st century. Journal of Management 
Development, 27(1), 5-12. 
Boyatzis, R.E. (1982). The Competent Manager: A model for effective performance. 
New York: Wiley & Sons. 
Brachos, D., Kostopoulos, K. Soderquist, K. E. & Prastacos, G. (2007). Knowledge 
Effectiveness, Social Context and Innovation. Journal of Knowledge Management, 
1 1 (5), 3 1-44. 
Brewster, C., Farndale, E. & van Ommeren, (2000). HR Competencies and 
Professional Standards: WFPMA Report, CranJield: CranJield Universig), Centre 
for European HRM. 
http://www.cpm-bk.ch/de/pdf/hr competencies.pdf 
Brockbank, W., Ulrich, D., Younger, J. & Ulrich, M. (2012). Recent Study Shows 
Impact of HR Competencies on Business Performance. Employment Relations 
Today. DO1 10.1002iert. 
http://onlinelibrary.wiley.com/doi/lO. 1002/ert.21348/pdf 
Brockbank, W., Sioli, A. & Ulrich, D. (2002). So we are at the table! Now What? 
Working paper, University of Michigan Business School, Ann Arbor, MI. 
http:/lwebuser.bus.umich.edu/Programs/hrcs/res NowWhat.htm 
Brockbank, W. (1 999). If HR Were Really Strategically Proactive: Present and 
Future Directions in HR'S Contribution to Competitive Advantage. Journal of 
Human Resource Management, 38(4), 337-3 52. 
Brophy, M. & Kiely, T. (2002). Competencies: a new sector, Jornal of European 
Industrial Training, 26(3), 165- 176. 
Bryman, A. & Bell, E. (201 1). Business research methods. New York: Oxford 
University Press. 
Bryman, A. (2001). Research Methods and Organization Studies. London, Unwin 
Hyman Ltd. 
Budhwar, P. S. & Debrah, Y. (2001). Human Resource Management in Developing 
Countries, London: Rutledge. 505-5 14. 
Bukhari, Z.U. (2008). Key Antecedents of Organizational Citizenship Behavior in the 
Banking Sector of Pakistan. International Journal of Business and Management, 
3 (12), 106-115. 
Caldwell, R. (201 0). Are HR Business Partner Competency Models Effective? 
Applied HRM Research, 12(1), 40-58. 
Caldwell, R. (2008). HR Business Partner Competencies Models: Re-contextualizing 
Effectiveness. Human resource management Journal, 18(3), 275-294. 
Caldwell, R. (2003). The Changing Roles of Personnel Managers: Old Ambiguities, 
New Uncertainties. Journal of Management Studies, 40(4), 983-1 004. 
Canjels, E. (2002). A Permutation Version of the Durbin-Watson Test for Serial 
Correlation. New School University. 1-37 
http://www.alchemygroup.net/Permutation%2ODurbin-Watson%20Final.pdf 
Capelli, P. & Sing, H. (1 992). Integrating strategic human resources and strategic 
management. Research Frontiers in Industrial Relations and Human Resources. 
165- 192. Madison, Industrial Relations Research Association. 
Cardy, R. L. & Salvarajan, T. (2006). Competencies: alternative frameworks for 
competitive advantage. Business Horizons, 49(3), 235-245. 
Cascio, W.F. & Boudreau, J.W. (2012). Strategic Human Resource Management. 
Cambridge: Cambridge University Press. 
Caudron, S. (2003). HR is Dead. Long live HR, Workforce, 82(1), 26-30. 
Cavana, R. Y., Delahaye, B. L. & Sekaran, U. (2001). Applied business research: 
Qualitative and Quantitative Methods. Sydney: John Wiley & Sons.. 
Chadwick, C. & Cappelli, P. (1999). Alternatives to strategic generic typologies in 
strategic human resource management. Research in Personnel and Human 
Resource management, Greenwich, CT: JAI Press. 
Chen, J. C. & Silverthome, C. (2004). Leadership effectiveness, leadership style and 
employee readiness. Leadership & Organization Development Journal, 26(4), 
280-288. 
Chenhall, R. & Brownell, P. (1988). The Effect of Participative Budgeting on Job 
Satisfaction and Performance: Role ambiguity as an intervening variable. 
Accounting, Organization & Society, 3(1), 20-25. 
Chin, J. P., Diehl, V. A. & Norman, K. L. (1988). Development of an instrument 
measuring user satisfaction of the human-computer interface. In Proceedings of the 
SIGCHI conference on Human factors in computing systems 2 13-2 18. 
Choi, S. L. & Ismail, W. K. (2008). Understanding the relationship of HR 
competencies and roles of Malaysian HR professionals. European Journal of Social 
Sciences, 7(1), 88-1 03. 
Clark, C. (1 941). The Conditions of Economic Progress. London: Macmillan. 
Cohen, J. (1 988). Statistical power analysis for the behavioral sciences (2nd ed.). 
Hillsdale, NJ: Lawrence Erlbaum Associates. 
Cohen, J. & Cohen P. (1983). Applied Multiple Regression/Correlation Analysis for 
the Behavioral Sciences. (2nd Ed.) Hillsdale (NJ): Lawrence Erlbaum Associates. 
Consulate General of Switzerland (201 1). Pakistan Banking Sector. OSEC Business 
Network Switzerland. 
http://www.osec.ch/internet/osec/de/home/expodcountries/pWexport/economic repor 
t.-ContentSlot-69912-ItemList-94392-File.File.pdf/PakistanBankin~ector20 1 1 .pdf. 
Cooper, D. R., & Schindler, P. S. (2003). Business research methods. 
Coyle-Shapiro, Jacqueline, A. M., & Conway, IV. (2005). Exchange relationships: 
examining psychological contracts and perceived organizational support. Journal 
of Applied Psychology, 90 (4), 774-78 1. 
Creswell, J.W. (2008). Educational Research (3rd ed.). Upper Saddle River: Pearson. 
Cronbach, L. J. (1 989). Construct validation after thirty years. In R. L. Linn (Ed.), 
Intelligence: Measurement, theory, andpublic policy, 147- 17 1. Urbana: University 
of Illinois Press. 
Cunningham, I. & Hyman, J. (1 999). Developing human resource responsibilities to 
the line: Beginning of the end or a new beginning for personnel? Personnel Review, 
Currie, G. & Kerrin, M. (2003). Human Resource Management and Knowledge 
Management: Enhancing Knowledge Sharing in Pharmaceutical Company. The 
International Journal of Human Resource Management, 14(6), 1027- 1045. 
Dalton, C. M. (2005). Human Resource Management in a Global Environment; Keys 
for Personal and Organizational Success; an interview with Eliza Hermann. 
Business Horizons, 48(33), 193-204. 
Dessler, G. (20 10). Human Resource Management. (1 2th ed.). New York: Pearson. 
Development Finance Group - Stat Bank of Pakistan (2012). Branchless banking 
news letter. Leveraging technologies and Partnership to promote financial 
inclusion. 
http://www.sbp.org.~k~publications/acd/BranchlessBankin-Jan-Mar-20 12.pdf 
Dhannasiri, A. S. (2009). Strategic Orientation of HR Managers in Commercial 
Banks in South Asia. International Review of Business Research Papers, 6(6), 1 - 
21. 
Diarnantopoulos, A. & Schlegelmilch, B. B. (1997). Taking the Fear Out of Data 
Analysis: A Step-by-step Approch. London: The Dryden Press 
Dolan, S., Shuller, R.S. & Valle, R. (1999). La Gestion de 10s Recursos Humanos, 
Madrid: McGraw-Hill. 
Drejer, (2000). Organizational learning and competence development. The Learning 
Organization, 7(4), 206-220. 
Drucker, P. F. (1 985). The theory of the business. Harvard Business Review, 72(5), 
95-104. 
Dubois, D. D. & Rothwell, W. J. (2004). Competency-based Human Resource 
Management. Mountain View, CA: Davies-Black. 
Dumas, J. (1 999). Usability Testing Methods: Subjective Measures. American 
Institute ,for Research. 
www.uPassoc.org 
Eaton, L. G., Funder, D. C. & Riggio, R. E. (2006). Skill in Social Role-Paying: The 
Essence ofSavoir-Faire, Submitted for publication. 
Economic Advisory Wing (2008-2009). Government of Pakistan Finance Division. 
http://www.google.com.my/url?sa=t&rct=i&q=economic%20advisory%20win 
g%20report%202008- 
2009&source=web&cd=3&cad=ria&ved=OCDIQFiAC&url=http%3A%2F%2 
F w w w . f i n a n c e . g o v . p k % 2 F p u b l i c a t i o n s % 2 F ~ e i = 2 7 q P U a  
q sBIaCrAfeOgE&usa=AFQi CNEUd- 
Ipu5P1UBUUD7XYZhowgEvNYw&bvm=bv.463406 16,d.bmk 
Economic Bulletin (201 1) .  
http://www.nbp.com.pk/E-BULLETIN/index2.aspx?vear=MiAxMQ== 
Economic Bulletin (20 10). 
http://www.nbp.com.pk/E-BULLET~/index2.aspx?year=MiAxMA== 
Ehnert, I. & Harry, W., (2012). Recent Development and Future Prospects on 
Sustainable Human Resource Management: Introduction to the Special Issue. 
Management Review, 23(3), 221 -238. 
Eisenberger, R., Stinglhamber, F. Vandenberghe, C. Sucharski, I. & Rhoades, L. 
(2002). Perceived Supervisor Support: Contributions to POS and Employee 
Retention. Journal of Applied Psychology, 87(3), 565-573. 
Ejaz, S. K., Ejaz, S. A. Rehman, K. & Zaheer, A. (2009). Evaluating Effective 
Leadership Qualities of Managers in day-to-day Work of Banking Sector in 
Pakistan. International Journal of Management and Marketing Research, 2(1), 
103-1 11. 
Ellehuus, C. (20 12). Transforming business leaders into talent champions. Strategic 
HR Review, 1 I (2), 84-89. 
El-Said, H. (2007). Role of Human Resources in Banking Sector Refonn. Central 
Bank of Egypt, Egyptian Banking Institute. 
Erickson, T. J., Alsop, R. Nicholson, P. A. M. E. L. A. & Miller, J. (2009). Gen Y in 
the Workforce. Harvard Business Review, 87(2), 43-49. 
Falki, N. (2009). Impact of Foreign Direct Investment on Economic Growth in 
Pakistan. International Review ofBusiness Research Papers, 5(5), 1 10-1 20. 
Femandez. S., and Rainey, H. G. (2006). Managing Successful Organizational 
Change in the Public Sector. Public Administration Review, 66(2), 168-1 76 
Ferris, G. R., Hochwarter, W. A. Buckley, M. R. Cook, G. H. & Frink, D. D. 
(1999). Human resource management: Some new directions, Journal of 
Management, 25(3), 3 85-41 6. 
Field, A. P. (2009). Discovering statistics using SPSS (3rd ed.). London: Sage. 
Fisher, D., Merron, K. & Torbert, W. (1987). Human Development and Managerial 
Effectiveness. Group Organization Management, 12(3), 257-273. 
Fitz-enz, J. (1984). How to Measure Human Resources Management. New York: 
McGraw-Hill. 
Fox, J .  (2006). Teacher's Corner: Structural Equation Modeling with the SEM 
Package in R. Structural Equation Modeling: A Multidisciplinary Journal, 13(3), 
465-486. 
Francis, H. & Keegan, A. (2006). The changing face of HRM: In search of balance. 
Human Resource Management .Journal, 16(3), 23 1-249. 
Fuchs, V. (1980). Economic Growth and the Rise of Services Employment, prepared 
for conference " Towards Explaining Economic Growth". Institute of World 
Economics, Kiel, Federal Republic of Germany. 
Gangani, IV., McLean, G. M. & Braden, R. A. (2006). A Competency-based Human 
Resource Development Strategy. Performance improvement Quarterly, 19(1), 
127-139. 
Ghauri, P. & Gronhung, K. (2005). Research Methods in Business Studies: A 
Practical Guide (3rd Ed.). London: Pearson Education Ltd. 
Ghazali, A. (20 10). Analyzing the Relationship between Foreign Direct Investment 
Domestic Investment and Economic Growth for Pakistan. International Research 
Journal of Finance and  Economics, 47(4), 124- 13 1. 
Gollan, P. J. (2005). High Involvement Management and Human Resource 
Sustainability: The Challenges and Opportunities. Asia PaciJic Journal of Human 
Resources, 43(1), 18-33. 
Gow, J. F. (1985). Human Resource Managers must remember the Bottom Line. 
Personnel Journal, 30-32. 
Green, S. B. & Salkind, N. J. (2008). Using SPSS for Windows and Macintosh: 
Analyzing and understanding data (5th ed.). Upper Saddle River, NJ: Prentice 
Hall. 
Greenberg, S. (1 99 1). Personalizable groupware: Accommodating individual roles 
and group differences. In Proceedings of the second conference on European 
Conference on Computer-Supported Cooperative Work, 17-3 1. Kluwer 
Academic Publishers. 
Grossman, R. J. (2007). New Competencies for HR. HR Magazine, 52(6), 10-1 1. 
Guest, D. & Conway, N. (201 1). The impact of HR practices, HR effectiveness and a 
'strong HR system' on organizational outcomes: a stakeholder perspective. The 
International Journal of Human Resource Management, 22(8), 1686- 1702 
w 
llr 
sr 
sl 
w 
s 
I 
P 
Elm 
Guest, D. E. & Peccei, R. (1994). The Nature and Causes of Effective Human 
Resource Management. British .Journal of Industrial Relations, 2(32), 21 9-241. 
Gupta, A. K. & Govindarajan, V. (2001). Converting global presence into global 
competitive advantage. Acudemy of Management Executive, 15(2), 45-56. 
Hailey, V.H., Farndale, E. & Truss, C. (2005). The HR department's role in 
organizational performance. Human Resource Management .Journal, 15(3), 49-66. 
Hair, J. F., Ringle, C. M. & Sarstedt, M. (201 1). PLS-SEM: Indeed a silver bullet. 
The Journal of Marketing Theory and Practice, 19(2), 139- 1 52. 
Hair, J. F., Black, W. C. Babin, B. J. Anderson, R. E. & Tatharn, R. L. (2006). 
Multivariate Data Analysis. Delhi: Pearson Education. 
Hair, J. F., Anderson, R. E. Tatham, R. L. & Black, W. C. (1995). Multivariate Data 
Analysis: With Reading. Prentice Hall. 
Hamel, G. & Prahalad, C. K. (1998). Competing for the Future. Boston: Harvard 
Business School Press. 
Hammonds, K. H. & Berkley, R. A. (2006). Teaching Guide for Why We Hate HR. 
New York: Society for Human Resource Management. 
Haneef, S., Riaz, T., Rarnzan, M. Rana, M. A. Ishaq, H. M. Karim, Y. (2012). 
Impact of Risk Management on Non-Performing Loans and Profitability of 
Banking Sector of Pakistan. International Journal of Business and Social Studies, 
3(7), 307-3 15. 
Han, J., Chou, P. Chao, M. & Wright, P. M. (2006). The HR Competencies HR 
Effectiveness Link: A Study in Taiwanese High-Tech. Human Resource 
Management, 45 (3) 39 1-406. 
Hardin, A. & Marcoulides, G. A. (201 1). A commentary on the use of formative 
measurement. Educational and Psychological Measurement, 71 (5), 753-764. 
I-iaslinda, A. (2009). Evolution Terms of Human Resource Management and 
Development. The Journal of International Social Research 2(9), 180- 186. 
Heffernan, M. M. & Flood, P.C. (2000). An exploration of the relationship between 
the adoption of managerial competencies, organizational characteristics, human 
resource sophistication and performance in Irish organizations. Journal of 
European Industrial Training, 24(2), 128- 136. 
Heinsman, H., Hoogh, A. H. B. Koopman, P. L. & Muijen, J. (2007). 
Competencies Through the Eyes of Psychologists: A closer Look at Assessing 
Competencies. International Journal of Selection and Assessment, 15(4), 4 12- 
427. 
Henseler, J., Ringle, C. & Sinkovics, R. (2009). The use of partial least squares path 
modeling in international marketing. Advances in International Marketing (AIM), 
20(8), 277-320. 
Hinkin, T. R. (1 998). A brief tutorial on the development of measures for use in 
survey questionnaires. Organizational Research Method, 1 (I), 104- 12 1. 
Hoffmann, T. (1 999). The meaning of competency. Journal of European Industrial 
Training, 23(6), 275-285. 
Hofstede, G. & Bond, M. H. (1984). Hofstede's Culture Dimensions: An Independent 
Validation Using Rokeach's Value Survey. Journal of cross-cultural 
psychology, 15(4), 4 17-433. 
Hollenbeck, G. P., McCall, M. W. & Silzer, R.F. (2006). Leadership Competency 
Models. Leadership Quarterly, 1 7(4), 398-41 3. 
Horton, S. (2000). Introduction - the competency movement: its origins and impact 
on the public sector. International Journal of Public Sector Management, 13(4), 
306-3 18. 
Hunjra, A. I., Chani, M. I. Aslam, S. Azam, M. & Rehman, K. (2010). Factors 
Effecting Job Satisfaction of Employees in Pakistan Banking Sector. African 
Journal of Business Management, 4(1 O), 21 57-2 163. 
Huselid, M. A., Jackson, S.E. & Schuler, R. S. (1997). Technical and Strategic 
Human Resource Management Effectiveness as Determinants of Firm 
Performance. Academy of Management Journal, 40(1), 17 1 - 188. 
Huselid, M. A. (1995). The Impact of Human Resource Management Practices on 
Turnover, Productivity, and Corporate Financial Performance. Academy of 
Management Journal, 38(3), 635-672. 
Hussain, I. (2008). Pakistan 's Financial Sector: A Roadmup for 2005-201 0 and 
Concept Paper for Strategic Plan. 
http:ll~~~w.sbp.org.pk~about/Strategic Plan BOD.pdf. 
Inyang, B. J. (2010). Strategic Human Resource Management (SHRM): A Paradigm 
Shift for Achieving Sustained Competitive Advantage in Organization. 
International Bzrlletin of Business Administration, 7(2), 23-36. 
Irshad, A. (2008). Problems and Challenges in Human Resource Management: A 
Case of Large Organization in Pakistan. Pakistan Journal of Commerce and Social 
Sciences, 1 (I),  37-47. 
Isabella, L. (1 990). Evolving Interpretations as a Change Unfolds: How Managers 
Construe Key Organizational Event. Academy of Management Jozrrnal, 33(1), 7- 
41. 
Janjua, M. A. & Malik, M. H., (201 1). The Cost Efficiency Analysis of Commercial 
Banks in Pakistan: Based on Free Distribution Approach. Pakistan Business 
Review, 13(2), 694-71 4. 
Janjua, M. A. (2003). History ofthe State Bank ofPakistan (1977-1988). Karachi: 
State Bank Printing Press. 
Janssens, M. & Steyaert, C. (2009). HRM and performance: A Plea for Reflexivity in 
HRM Studies. Journal of Management Studies, 46(1), 143-1 55. 
Jiang, K., Lepak, D. P., Hu, J. & Baer, J. C. (2012). How Does Human Resource 
Management Influence Organizational Outcomes? A Meta-analytic Investigation of 
Mediating Mechanisms. Academy of ,Management Journal, 55(6) 1264- 1294. 
Kabene, S.M., Orchard, C., Howard, J.M., Soriano, M.A. & Leduc, R. (2006). The 
importance of human resource management in health care: a global context. 
Human Resources.for Health, 4(20), 1-1 7. 
Kane, B., Crawford, J. & Grant, D. (1999). Barriers to Effective HRM. 
International Journal ofManpower, 20(8), 494-5 15. 
Kanter, R. M. (1 994). Change in the global economy: An interview with Rosabeth 
Moss Kanter. European Management Journal, 12(1), 1-9. 
Kaplan, R. & Norton, D. (2001). The strategy focused organization. Cambridge, 
MA: Harvard Business School Press. 
Karefalk, A., Pettersson, M. & Zhu, Y. (2008). How to Motivate Generation Y with 
Different Cultural Backgrounds-A Cross-Cultural Comparison between China and 
Sweden (Doctoral dissertation, Kristianstad University). 
Katz, D. (1 964). The motivational basis of organizational behavior. Behavioral 
Sciences, 9(2) 1-3 1. 
Kenny, D. A. & McCoach, D. B. (2003). Effect of the Number of Variables on 
Measures of Fit in Structural Equation Modeling. Structural Equation Modeling: A 
Multidisciplinary Journal, 10(3), 333-35 1. 
Kesler, G. C. (1995). A Model and Process for Redesigning the HR Role, 
Competencies and Work in a Major Multi-national Corporation. Human Resource 
Management Journal, 34(2), 22-252. 
Khan, M. A., Rehrnan, K., Rehman. I. Safwan, N. & Ahmad, A. (201 1). Modeling 
Link between Internal Service Quality in Human Resource Management and 
Employees Retention: A Case of Pakistani Privatized and Public Sector Banks. 
African Journal of Business Management, 5(3), 949-959. 
Khan, M. A. (201 0). Alarming Increasing in Non-performing Loans. Business and 
Finance Review. 
http://jany!.com.pk/thenews/ian20 1 0-weeklylbusrev- 1 1-0 1 -20 10/p 1 1 .htm. 
Khan, M. H. (2004). Banking Industry of Pakistan: Performances and Constraints. 
http://~~~.mediamonitors.net/biopakbymukhkhan.html 
Khatri, P., Gupta, S. Gulati, K. & Chauhan, S. (20 10). Talent Management in HR. 
Journal of Management and Strategy, 1(1), 39-46. 
Khatri, N. & Budhwar, P. S, (2002). A Study of Strategic HR Issues in an Asian 
Context. Personnel Review, 3 1 (2), 166- 188. 
Khilji, S. E. (2001). Human Resource Management in Pakistan. Human Resource 
Management in Developing Countries, London: Rutledge. 
Khilji, S.E. (1999). Management in Pakistan. M. Warner, (ed) International 
Encyclopedia of Bus ine ,~  and Management. London: International Thornson. 
Kim, J. Y., Moon, J., Han, D. & Tikoo, S. (2004). Perceptions of justice and 
employee willingness to engage in customer-oriented behavior. Journal of Services 
Marketing, 18(4), 267-275. 
Kochan, A. T. (2004). Restoring Trust in the Human Resource Management 
Profession. MIT Institute for Work & Employment Research. The MIT Workplace 
Center # WPC00 13. 
http://web.mit.edu~workplacecenter/docs/wpcOO 13 .pdf 
Kochan, T.A. & Dyer, L. (1 993). Managing transformational change: the role of 
human resource professionals. The International Journal of Human Resource 
Management, 4(3), 569-590. 
Kongsamut, P. S., Rebelo. & Danyang Xie (2001). Beyond Balance Growth. IMF 
Working Paper, WP/0 1/85, June, 
Kouzes, J. M. & Posner, B. Z. (2002). The Leadership Challenge. (3rd Ed.) San 
Francisco: Jossey-Bass. 
Krasner, S. D. (1982). Structural Causes and Regime Consequences: Regime as 
Intervening Variables. International Organization, 36(2), 185- 188. 
Krejcie, & Morgan (1970). Determining Sample Size for Research Activities. 
Educational and Psychological Measurement, 30, 607-6 10. 
Kuhn, T. S. (1 970). The Structure of Scientijk Revolutions, (2nd ed). Chicago: 
University of Chicago Press. 
Kumar, R. (2009). Research Methodology: A step - by - Step Guide for Beginners. 
Sydney: Pearson. 
Kumar, R. (2006). Research Methodology a step by step Guide for Beginners. (2nd 
ed.) Singapore: Person Education. 
Kurz, R. & Bartram, D. (2002). Competency and Individual Performance: Modeling 
the World of Work, 227-255.In: I. T. Robertson, M. Callinan, & D. Bartram, D. 
(eds). Organizational Effectiveness: The role ofpsychology, London: John Wiley & 
Sons. 
Kuznets, S. (1957). Quantitative Aspects of the Economic Growth of Nations. 
Industrial Distribution of National Product and Labour Forces. Economic 
Development and Cultural Change, 5(4), 1-1 8. 
Lawler, E. E. & Mohnnan, S. A. (2003). Creating a strategic human resource 
organization: an assessment of trends and new directions. Stanford, CA: Stanford 
University Press. 
Lawler, E.E. (1 992). The Ultimate Advantage. San Francisco: Jossey-Bass. 
Leech, N.L. Barrett K.C. & Morgan, G.A. (201 1) IBM SPSS for Intermediate 
Statistics. (4th ed), San Francisco: Routledge Academic. 
Lemmergaard, L. (2009). From Administrative Expert to Strategic Partner. 
Employee Relations, 3 l(2). 182- 196. 
Lind, E. A. (2001). Fairness heuristic theory: Justice judgments as pivotal cognitions 
in organizational relations. In J. Greenberg & R. Cropanzano (Eds.), Advances in 
organizational justice (56-88). San Francisco: New Lexington Press. 
Lloyd, C. & Rawlison, M (1 992). New technology and human resource management 
1 85- 1 99 in P. Blyton & P. Turnbull, P. (ed.) Reassessing Human Resource 
Management, London: Sage Publication. 
Lopez, S.P, Peon, J.M.M. & Ordas, C.J.V. (2006). Human Resource Management as a 
Determining Factor in Organizational Learning. Management Learning, 37(2), 
215-239. 
Long, C. S. (2009). Human Resource Competencies: An Empirical Study on the HR 
Professionals in the Manufacturing Sector in Malaysia. E-Journal of Business and 
Economics, 3(3), 10-20. 
MacKinnon, D. P., Lockwood, C.M. Hoffman, J. M. Stephen, G. & Sheets, V. 
(2002). A Comparison of Methods to Test Mediation and other Intervening 
Variable Effects. Psychological Methods, 7(1), 83- 1 04. 
Mahoney, T. A., Jerdeee, T. H. & Nash, A.N. (1960). Predicting Managerial 
Effectiveness. Personnel Psychology, 13(2), 147- 163. 
Mangi, R. A., Jhatial A. A. Shah, S. A. A. & Ghumro, I. A. (2012). Human 
Resource Management Practices in Private Sector Organizations in Pakistan: Study 
of Culture Influences, Global Journal of Management and Business Research, 12 
(71, 1-1 1. 
George A. Marcoulides, G. A. & Heck, R. H (1993). Organizational Culture and 
Performance: Proposing and Testing a Model. Organization Science. 4( )209-225. 
Martina, K., Hana, U. & Jiri, F. (2012). Identification of Managerial Competencies in 
Knowledge-based Organization. Journal of Competitiveness, 4(1), 129- 142. 
Mathis, R. L. & Jackson, J. H. (201 1). Human resource management: Essential 
perspectives. South-Western Publication. 
Mathis, R. L. & Jackson, J. H. (2004). Human Resource Management, Singapore: 
Thomson. 
Mayoux, L. & Chaembers, R. (2005). Revising the Research Paradigm. Journal of 
International development, 17(2) 27 1-298. 
McCall, M. W. Jr. & Lombardo, M. M. (1983). What Makes a Top Executive? 
Psychology Today, 17(2), 26-3 1. 
McGovern, P., Gratton, L. Hope, Hailey, V. Stiles, P. & Truss, C. (1997). Human 
resource management on the line?. Human Resource Management Journal, 7(4), 
12-29. 
McMillan, J.H. (2008). Eu'llcational Research (5th ed.). Boston: Pearson. 
Mendenhall, M. E., Jensen, R. J. Black, J. S. & Gregersen. H. B. (2003). Seeing the 
elephant: Human resource management challenges in the age of globalization. 
Organizational Dynamics, 32(3) 26 1-274. 
Meyers, L. S., Garnst, G. & Guarino, A. J. (2006). Applied Multivariate Research: 
Design and Interpretation. Thousand Oakes, CA: Sage Publication. 
Miner, J. B. (1978). Twenty Years of Research on Role-motivation Theory of 
Managerial Effectiveness. Personnel Psychology, 3 1 (4), 739-760. 
Mirza, S. (1995). Privatization in Pakistan. Lahore: Ferozsons (Pvt.) Ltd. 
Mondy, R.W. & Mondy. J.B. (2014). Human Resource Management (131h 
ed.).Harlow: Pearson. 
Moorman, R. H. & Byrne, Z. S. (2005). How does organizational justice affect 
organizational citizenship behavior. Handbook of organizational justice, 12,355- 
380. 
Morse, J. J. & Wagner, F. R. (1 978). Measuring the Process of Managerial 
Effectiveness. Management Decision, 2 1 (I), 23-3 5. 
Morgan, H. & Jardin, D. (2010). HR + OD = Integrated Talent Management. OD 
Practitioner, 42(4), 23-29. 
Myers, M. D. (2009). Qualitative Research in Business & Management, London: 
Sage Publications. 
Nanayakka, G. (2003). Patterns of Human Resources Practices in Sri Lanka and a 
Cultural Explanation, Proceeding of the Faculty Seminar at the Graduate School 
of Economics of Nagoya University. 
Natarajan, G. & Shekhar, S. (2000). Knowledge Management. Enabling Business 
Growth. Boston: McGraw-Hill. 
Neuman, W. L. (2008). Social Research Methods. Qualitative and Quantitative 
Approaches. (6th ed.). India: Dorling Kindersley. 
Newby, L. & Howarth, C. (2012). How Specsavers attracts and nurtures outstanding 
talent. Strategic HR Review, 1 I (4), 193- 198. 
Ogbonna, E. & Wilkinson, B. (2003). The False Promise of Organizational Culture 
Change: A Case Study of Middle Managers in Grocery Retailing. Journal of 
Management Studies, 40(5), 1 15 1 - 1 178. 
Pallant, J. (2007). SPSS Survival Manual: A Step by Step Guide to Data Analysis 
using SPSS for Windows (3rd ed.). London: McGraw Hill Open University Press. 
Park, H. J., Gardner, T. M. & Wright, P. M. (2004). HR Practices or HR Capabilities: 
Which Matter? Insights. from the Asia-Pacific Region. Asia-Paczfic Journal of 
Human Resources, 42(3), 260-273. 
Payne, M. L. (20 10). A Comparative Study of HR Managers' Competencies in 
Strategic Roles. International Management Review 6(2), 5- 12. 
Pfeffer, J. (1 993). Barriers to the Advance of Organizational Science: Paradigm 
Development as a Moderating Variable. The Academy of Management Review, 
18(4), 599-620. 
Pfeffer, J. (1 998). The human equation. Boston: Harvard Business School Press. 
Pfeffer, J., & Salancik, G. R. (2003). The External Control of Organization, A 
Resource Dependence Perspective, Stanford University Press. 
Porter, M. E. ( 1 980). Competitive strategy: techniques for analyzing industries and 
competitors. New York: Free Press. 
Powell, K. S. & Yalcin, S. (2010), Managerial training effectiveness A meta-analysis 
1952-2002. Personnel Review, 39 (2), 227-24 1. 
Prahalad, C. K. (1995). New view of strategy. European Management Journal, 13(2), 
47-56. 
Praha, K. (2004). African Wars and Ethnic Conflicts: Re building Failed States. 
Human Development Report 2004 African Regional Background Paper UNDP. 
Price, J. L. & Muller, C. W. (1 986). Handbook of Organizational Measurement. 
Marshfield, MA Boston: Pitman. 
Priem, R. L. & Butler, J. E. (2001). Is the Resource-Based Theory a Useful 
Perspective for Strategic Management Research? Academy of Management Review, 
26(1), 22-40. 
Pucik, V. (1996). Human Resources in the Future: An Obstacle or a Champion of 
Globalization? Working Paper Series , WP 996-1 1, Center for Advanced Human 
Resource Studies, Cornell University. 
Punch, K. F. (2010). Developing Effective Research Proposal. (2nd ed.). London: 
Sage. 
Pyshorn, C. E. & Huisman, J. (201 1). The role of the HR department in 
organizational change in a British university, Journal of Organizational Change, 
24(5), 6 10-625. 
Qayyurn, A. & Ahrned, U. (2007). Financial Sector Reforms and Their Impact on 
Efficiency of Banks: A case of Pakistan. The Lahore Journal q f  Economics, 
Special Edition (September, 2007). 
Quinn, R., Faerman, S. Thompson, M. & McGrah, M. (1996). Becoming a Master 
Manager: A Competency Framework, (2nd Ed.) New York: Wiley. 
Qureshi, T. M., Akbar, A. & Khan, M. A. (2010). Strategic Link of Human Resource 
Management Practices with Financial Performance of Banks. IABR & ITLC 
Conference Proceedings. Orlando, FL, USA. 
Ramlall, J. S. (2006). Identifying and Understanding HR Competencies and their 
Relationship on Organizational Practices. Applied Human Resource Management 
Research, 11(1), 27-38. 
Rastogi, R. & Dave, V. (2004). Managerial Effectiveness: A function ofpersonality 
type and organization. 
http://www.thefreelibrary .com/Managerial+effectiveness%3 A+a+function+of+person 
ality+type+and ... a0119370586. 
Rath, D. P. & Rajesh, R. (2006). Analytics and Implications of Services Sector 
Growth in Indian Economy. The Journal of Income and Wealth, 28(1), 1-21. 
Raza, S. S. (20 10). Pakistan Branchless Conference 20 10. Need for Alternative 
Delivery Channels in Promoting Access to Finance. 
http://www.sbp.org.pk/MFD/pbbc/Salim-Raza.pdf 
Rehman, U. W. (201 1). Banking Reforms and Economic Growth : A Case Study of 
Pakistan. International Conference on Financial Management and Economics 1 1, 
(201 I), IACSIT press Singapore. 
Rehman, R. & Raoof, A. (201 0). Efficiencies of Pakistani Banking Sector: A 
Comparative Study. International Research Jollrnal of Finance and Economics. 
ISSN 1450-2887 46. Euro Journals Publishing, Inc. 1 10-1 29. 
Reilly, P. (201 2). The practice of strategy. Strategic HR Review, 1 1 (3), 129-1 35. 
Reisinger, Y. & Mavondo, F. (2007). Structural Equation Modeling: Critical Issues 
and New Developments. Jollrnal of Travel & Tourism Marketing, 2 1 (4), 41 -7 1. 
Riggio, R. E.& Reichard, R. J. (2008). The Emotional and Social Intelligences of 
Effective Leadership. Journal of Managerial Physiology, 23(2), 169-1 85. 
Riggio, R. E. & Carney, D. C. (2003). Manual for the Social Skills Inventory, (2nd 
ed.). Mind Garden, Mountain View, CA. 
Rod, M. (2009). Marketing: Philosophy of Science and "epistobabble warfare". 
Qualitative Market Research: An International Journal, 12(2) 120- 129. 
Roth, A. V. & van der Velde, M. (1991). Operations as marketing: a competitive 
service strategy. Journal ofoperations Management, 10(3), 303-328. 
Ruel, H. J. M., Bondarouk, T. V. & Velde, M. V. (2007). The Contribution of e- 
HRM to HRM Effectiveness; Results from a Quantitative Study in a Dutch 
Ministry". Employee Relation, 29(3), 280-291. 
Ruona, W. E. & Gibson, S. K. (2004). The making of twenty3firstJcentury HR: An 
analysis of the convergence of HRM, HRD, and OD. Human Resource 
Management, 43(1), 49-66. 
Sarnad, I. (2004). Human Resource Management and the Banking Sector. 
http://www.dawn.com/2OO4/10/04/ebr7.htm 
SBP, (2012). Annual Report. 
http://~~~.~bp.~rg.pk/p~blication~/apr/HumanResources.pdf 
SBP, (201 1). Annual Report 
http://www.sbp.org.pk/reports/annual/arFY 12/Vol2/annex index.htm 
SBP (2008). Banking Sector Reform: A Vision and Strategy for the Next 10 years, 
Lahore: Pakistani Press. 
SBP (2006-2007). Annual Performance Report. 
h t t p : / / w w w . s b p . o r g . p k / r e p o r t s / a n n u a l / M e m e n t  Strategy.pdf 
SBP (2002-2003). Annual Performance Review of the SBP. 
http://www.sbp.org.pk/publications/apr/HumanResources.pdf. 
Schermerhorn Jr., J. R. (1975). Determinants of Interorganizational Cooperation. The 
Academy of Management Journal, 18(4), 846-856. 
Schoonover, S. C. (2003). Human Resource Competencies for the new Century. 
~ ~ ~ . s c h o o n o v e r . c o m  
Schuler, R.. S. & Jackson, S. E. (2005). Quarter-Century Review of Human Resource 
Management in the U.S.: The Growth in Importance of the International 
perspective Management review, 16(1), 1 1-3 5. 
Schuler, R. S., Jackson, S. E. & Storey, J. (2001). HRM and its link with strategic 
management. In: Storey, John ed. Human resource management: a critical text. 
London: Thomson Learning EMEA. 
Schuler, R. S. & Jackson, S. E. (2001). HR Roles, Competencies, Partnership and 
Structure. 
http://www.rci.rutaers.edu/-schuler/mainpaaes/SJ.htm. 
Schuler, R. S. (1 992). Strategic Human Resource Management: Linking People with 
the Needs of the Business. Organizational Dynamics, 2 1 (I), 18-32. 
Schuler, R. (1990). Repositioning the Human Resource Function: Transformation or 
Demise? Academy of Management Perspectives, 4(3), 49-60. 
Sekaran, U. (2005). Research Methods for Business, a Skill Building Approach. (4th 
ed.). New York: JohnWiley & Sons, Inc. 
Selmer, J. & Chiu, R. (2004). Required Human Resources Competencies in the 
Future: A Framework for Enveloping HR Executives in Hong Kong. Journal of 
World Business, 39(4), 324-336. 
Shaari, J. A. N., Khalique, M. & Isa, A. B. M. (2010). Ranking of Public and 
Domestic Private Sector Commercial Banks in Pakistan on the Basis of the 
Intellectual Capital Performance. KASBIT Business Journal, 4(2),6 1-68. 
Shahzad, A., Mathani, D. A. Al-Swidi, A. K. & Fadzil, F. H. (2012). Political 
Stability and the Foreign Director Investment Inflows in Pakistan, British Journal 
ofArts and Social Sciences, 9(2), 199-2 13. 
Shanock, L. R. & Eisenberger, R. (2006). When Supervisors Feel Supported. Journal 
o m p l i e d  Psychology, 9 1 (3), 689 - 695. 
Sharif, M. Y. Ahmad, A. & Kausar, A. R. (201 1). A Comparative Study on the 
Effectiveness of Human Resource Professionals in Pakistan and Malaysia. IBIMA 
Business Review, 1 - 1 1 . 
Sharif, M. Y. & Ahmad, A. (2009). HR Professionals' Effectiveness in a 
Knowledge-Based Organization: A Malaysian Case. The International Journal of 
Knowledge Culture & Change Management, 8(12), 13-28. 
Shehzad, M. K. (2010). Keynote Address in Seminar on Collaboration of Banking 
Sector and Financial Institutions with NAB in Combating Corruption. 
http://www.bis.org/review/rlO 10 13f.pdf 
Sheth, N. R. (1 990). Management Development and Education in South Asia. 
Geneva: Interman. 
Shewchuk, R. M. O., Connor, S. J. & Fine, D. J. (2005). Building an understanding 
of the competencies needed for health administration practice. Journal of 
Healthcare Management, 50(1), 32-47. 
Shore, L. & Wayne, S. J. (1993). Commitment and employees behavior: comparison 
of affective commitment and continuous commitment. Journal of Applied 
Psychology, 78(4)774-780. 
Siddiquee, N. A. (2003). Human Resource Management in Bangladesh Civil 
Service: Constrains and Contradictions. International Journal of Public 
Administration, 26(1) 1 - 10. 
Sims, R. (2002). Organizational Success Through Effective Human Resource 
Management. Westport, CT: Quorum Book. 
Singh, S., Darwish, T. K. Costa, A. C. & Anderson, N. (2012). Measuring HRM 
and organizational performance: concepts, issues, and framework. Management 
Decision 50(4), 65 1-667. 
Sitzia, J., & Wood, N. (1 998). Response rate in patient satisfaction research: an 
analysis of 21 0 published studies. International Journal for Quality in Health 
Care. 10(3), 1 1-17. 
Smith, P.A.,C. & McLaughlin, M. (2004). Knowledge Management: People are 
Important. Journal of Knowledge Management Practice. 
http://www.tlainc.com/artic 160.htm. 
Smith, M. E., Thorpe, R. & Jackson, P.R (2009). Management Research, (3rd ed.), 
London: Sage Publication Ltd. 
Smith, M. J. (2005). Philosophy & Methodology of the Social Sciences, Scientific 
Knowledge as  a Social Product. London: Sage Publications. 
Snell, S. A., Youndt, M. A. & Wright, P. M. (1996). Establishing a framework for 
research in strategic human resource management: merging theory and 
organizational learning 1-90. In J. Shaw, P. Kirbride and R. Rowland (eds.) 
Research in Personnel and Resource Management, Greeenwich, CT: JAI Press. 
Song, M., Benedetto, C. A. Di. & Nason, R. W. (2007). Capabilities and financial 
performance: the moderating effect of strategic type. Journal of Academic 
Marketing Science. 35(1), 1 8-34. 
Spring, M. & Araujo, L. (2009). Service, services and products: rethink operations 
strategy. International Journal of Operations & Production Management, 29(5), 
444-467. 
Straub, D., Boudreau, M. C. & Gefen, D. (2004). Validation guidelines for IS 
positivist research. Communications qf the Association for Information Systems, 
13(24), 380-427. 
Sultan, N., Wajid, A., Omar, A. B. Waseem, M. & Rustam, S. (2012). Human 
Resource (HR) Initiatives and their Impact on Performance of National Bank of 
Pakistan. Science Series Data Report, 4(2), 44-57. 
Tabachnick, B. G. & Fidell, L. S. (2007). Using multivariate statistics (5th ed.). 
Boston: Allyn and Bacon. 
Tansky, J. W. & Cohen, D. J. (2001). The relationship between organizational 
support, employee development, and organizational commitment: An empirical 
study. Human resource development Quarterly, 1 2(3), 285-3 00. 
Tanure, B. & Duarte, R. G. (2005). Leveraging competitiveness upon national culture 
traits: the management of people in Brazilian companies. International Journal of 
Human Resource Management, 16(12), 220 1-22 17. 
Tas, R. (1 988). Teaching future managers, The Cornell Hotel & Restaurant. 
Administration Quarterly, 29(2), 3-4.1. 
Teece, D. J. Pisano, G., Shuen, A. (1998). Dynamic Capabilities and Strategic 
Management. Strategic Management Journal, 18(7), 509-53 3. 
Tsui, A. S. (1 987). Defining the Activities and Effectiveness of the Human Resource 
Department: A multiple consistency approach. Human resource management, 
26(1), 35-69. 
Tyson, S. (1995). Human Resource Strategy: Towards a general theory of human 
resource management. London, Pitman. 
Ulrich, D. & Grochowski, J. (2012). From shared services to professionals services. 
Strategic HR Review, 1 I (3), 136-142. 
Ulrich, D., Allen, J., Brockbank, W. Younger, J. & Nyman, M. (2009). HR 
Transformation: Building Human Resourcesfrom the Outside In. Boston: McGraw 
Hill. 
Ulrich, D., Brockbank, W., Johnson, D. Sandholtz, K. & Younger, J. (2008). HR 
Competencies: Mastery at the Intersection of People and Business, Virginia: 
Society for Human Resource Management. 
Ulrich, D., Brockbank, W. Johnson, D. & Younger, J. (2007). Human Resource 
Competencies: Responding to Increased Expectations. Inter Science. 
http://deepblue.lib.umich.edu/bitstream/2027.42/57368/1/20159 ftp.pdf, 
Ulrich, D. & Brockbank, W. (2005). The HR Value Proposition. Boston: Harvard 
Business School Press. 
Ulrich, D., Brockbank, W. Yeung, A. K. & Lake, D. G., (1995). Human Resource 
Competencies: An Empirical Assessment. Human Resource Management, 
34(4),473-495. 
Ulrich, D. & Lake, G., (1 990). Organizational capability: Competing from the inside 
out. New York: Wiley. 
Ulrich, D. (1 997). Human Resource Champions: Next Agenda for Adding Value and 
Defining Results, Boston, MI: Harvard Business School Press. 
Ulrich, D. & Yeung, A. (1 989). Human Resources in the 1990: Trends and Required 
Competencies. Personnel Administrative, 34(3),38-45. 
UNCTAD, (201 1). World Investment Report. United Nations, New York. 
United States Office of Personnel Management, (1 999). Looking to the Future: 
Human Resources Competencies: An Occupation in Transition. A Comprehensive 
Study ofthe Federal Human Resources Community. 
Veal, A. J. (2005). Questionnaire Surveys in Business Research Methods. A 
Managerial Approach (2nd ed.). Sydney: Pearson Education. 
Venkatesh, V. (2009). Challenges faced by Human Resource Managers in the Era of 
Globalization. 
http://www.articlesbase.com/human-resources-articles/challenges-faced-by- 
human- resource-managers-in-the-era-of-~loablization-995 167.html 
Walker, J.W. (1 992). Human Resource Strategy. New York: McGraw-Hill. 
Wang, J. (201 1). Understanding Managerial Effectiveness: a Chinese Perspective. 
Jozirnal of European Industrial Training, 35(1), 6-23. 
Wang , S. D. & Shyu, C. L. (2008). Will the strategic fit between business and HRM 
strategy influence HRM effectiveness and organizational performance? 
International Journal of Manpower, 29(2) 92- 1 10. 
Wasti, S. E., (20 1 1-20 12). Pakistan Economic Survey. 
htt~://~~~.finance.qov.pWsurvev 1 1 12.html 
Wei, L. (2006). "Strategic human resource management: determinants of fit". 
Research andpractice in human resource management, 14(2), 49-60. 
Werts, C. E., Linn, R. L. & Joreskog, K. G. (1974). Interclass reliability estimates: 
testing structural assumptions. Educational and Psychological measurement, 34(1), 
25-33. 
Whicker, L. M. & Andrews. K. M. (2004). HRM in the Knowledge Economy: 
Realizing the Potential. Asia PaciJic Journal of Human Resources, 42(2), 156- 
165. 
Whitfield, K., & Strauss, G. (1 998). Researching the World of Work. London: ILR 
Press. 
Whittaker, S., & Marchington, M. (2003). Developing HR responsibility to the line: 
Threat, opportunity or partnership? Employee Relation, 25(3), 245-26 1. 
Wiersrna, W. & Jurs, S.G. (2009). Research Methods in Education (9"' ed.). Boston: 
Pearson. 
Wilkins, A. L., & Ouchi, W.G. (1983). Efficient culture: Exploring the relationship 
between culture and organization performance. Administrative Science Quarterly, 
28(3),468-48 1. 
World Bank Report (201 1). United States, New York. 
World Bank (20 10). International Bank For Reconstruction and Development. 
International Finance Corporation. Report No. 53 553 -PK. 
http://siteresources.worldbank.org/PAKISTANEX/Resources/29305 1 - 
12648736591 8016750579-1 279901 350261/PakistanCPSJulv201 O.pdf 
World Bank, (1 994). Adjustment in African: Reforms, Results, and the Road Ahead. 
A World Bank Policy Research Report, New York: Oxford University Press. 
Worsfold, P. (1 989). Leadership and Managerial Effectiveness in the Hospitality 
Industry. International Journal of Hospitality Management, 8(2), 145- 155. 
Wright, P., Gardner, T. M., Moynihan, L.M. & Allen, M. (2005). The Relationship 
Between HR Practices and Firm Performance: Examining Causal Order. 
Personnel Psychology, 58(2),409-446. 
Wright, P. M., Dunford, B.B. & Snell, S. A. (2001). Human Resources and the 
Resource-based View of the Firm. Journal of iWanagement, 27(6),70 1-72 1. 
Wright, P. M. & Snell, S.A. (1998). Toward a Unifying Framework for Exploring Fit 
and Flexibility in Strategic Human Resource Management. Academy of 
Management Review, 23(4), 756-772. 
Wright, P. M., McMahan, G. C, McCormick, B. & Sherman, W.S. (1998). Strategy, 
Core Competence, and HR Involvement as Determinants of HR Effectiveness and 
Refinery Performance. Human Resource Management, 37(1), 17-29. 
Wright, P. M., McMahan, G. C. & McWilliams, A. (1994). Human Resources and 
Sustained Competitive Advantage: A Resource-based Perspective. International 
Journal of Human Resource Management, 5(2), 301 -326. 
Wynne, B. & Stringer, D. (1 997). A Competency Based Approach to Training & 
Development, Pitman, Boston, MA. 
Yeung, A., Woolcock, P. & Sullivan, J. (1996). Identifying and Developing HR 
Competencies for the Future: Key to Sustaining the Transformation of HR 
Functions. The California strategic human resource partnershb human resource 
planning, 19(4) 48-58. 
http://~~~.allbusiness.com/human-resources/596528- 1 .html, 
Yoon, J. & Lim, J. C. (1 999). Organizational Support in the Workplace: the Case of 
Korean Hospital Employees. Human Relations, 52(7) 923-945. 
Yusoff, Y. M., Abdullah, H. S., & Ramayah, T. (2009). HR Roles Effectiveness and 
HR Contributions Effectiveness: Comparing Evidence from HR and Lime 
Managers. International Journal oj'Business and Management, 4(2), 158-163. 
Yu, S.H., Kim, Y.G. & Kim, M. Y. (2007). Do We Know What Really Derives KM 
Performance? Journal of Knowledge Management, 1 1 (6), 39-53. 
Zikrnund, W. G., Babin, B. J. Carr, J. C. & Griffin, M. (2010). Business Research 
Methods. (8" ed.). South-Western: Cengage Learning. 
Zikrnund, W. G. (2003). Business Research Methods, (7th cd.), Ohio: Thompson 
South-Wes 
Appendix 1 
COLLEGE OF BUSINESS 
Survey Questionnaire 
- - 
RESEARCH TITLE 
The Moderating Effect of Organizational Support on the Relationship between Social Competencies, 
Technical Competencies, Willingness and HR professionals' effectiveness Link: A Study among Bank 
Managers in Pakistan 
Dear Sir / Madam: 
I am conducting an academic research study in the area of human resource 
management as part of my Ph.D. program at the College of Business, 
University Utara Malaysia. 
This is an academic research survey which needs some time from your busy 
schedule. The survey intends to understand HR professional competencies 
and effectiveness in the banking sector of Pakistan. 
Any information that you provide will be kept confidential and used for 
research purpose only. In this regard you are requested to kindly fill the 
survey form as attached herewith. 
This survey will take about 20 minutes of your precious time which will be 
extremely valuable in fulfilling the requirement of Ph.D. research. For your 
convenience, I have enclosed a self-addressed postage paid envelope for the 
return of the completed survey. 
If you have any questions about the survey or the research study, please give 
me a call or SMS at (0092-300-451-8489) or email at aqeel@,umt.edu.pk or 
aqeel-pk@,hotmail.com 
Your prompt response to this research study will be highly appreciated. 
Sincerely, 
Aqeel Ahmad 
Ph.D. Scholar 
College of Business 
University Utara Malaysia 
The following information is strictly confidential and will only be used for 
research purpose. I will be grateful if you could kindly fill the required 
information. 
Instruction: Please TICK d) in the appropriate box, 
Credit Manager I 
Manager Operations 
Any other title, please specify 
Customer Relations Manager 
Banks: 
1 Habib Bank Limited 
I 
United Bank Limited I 
I 
1 I 
i 1 Bank Al Habib i I 
3. Highest Qualification: 
Allied Bank Limited 
Ph.D. 
Masters 
I More than 50 years 
Muslim Commercial Bank 
MSIM. Phil I I 
Bachelor 
4. Age: 
Less than 30 years 30 - 40 years I 
5. Years working in the banking sector 
I ' - years I 
I I I 
4 - 6 years 
I 
7 - 10 years 
6. Gender: 
1 1  - 15 years 
Male Female 
Please read the following statements and encircle the response that closely 
represents your opinion. The statements are anchored on the following 5 point 
Likert Scale: 
1 - Strongly Disagree: 2 - Disagree: 3 - Neutral: 4 - Agree: 5 - Strongly 
Agree: 
Definition: 
HR professionals' Effectiveness means that the HR professionals are 
concerned and are able to meet the goals that they set to do the HR work. 
HR professionals in our bank are efficient when , 
recruiting candidates needed for the bank. I l 2 l 3 I 4 I 5 l  
Statements 
HR professionals in our bank provide me with useful 
and timely information regarding HR issues. 
S.Dis. 
2 .  
HR professionals in our bank have given value-added 
contributions to our bank's operational performance. I l 1 2 1 3 1 4 1 5  I 
Dls. N Agr. 
HR professionals in our bank are very responsive to 
meeting the needs of the line managers. 
S.Agr. 
HR professionals in our bank have played an effective 1 
2 3 4  
1 
HR policies, practices and procedures proposed by our 
6. HR professionals have generally been effective in 
supporting the job performance of the line managers 
and employees of our bank. 
5  
2 3 4  
2 3 4  
I 
8. 
5  i 5 .  
7.  
9. 
HR professionals in our bank have managed to improve 
our employees' motivation and morale. 
role in building our bank's human capital to become a ( 1 
source of competitive advantage. 
HR professionals in our bank have developed effective 
HR policies, practices and procedures which support 
the bank's business plan. 
HR professionals in their HRM roles and 
responsibilities in our bank have met the employees' 
2  3 1 4  
I I 
1 
2 3 4  5  
1 2 3 4  5  
1 I expectations. 
I 
1 HR professionals in our bank providelfacilitate good 
career plans for the employees. 
Please read the following statements and encircle the response that closely 
represents your opinion. The statements are anchored on the following 5 point 
Likert Scale: 
I I I 
1 1 .  1 have been provided by the HR professionals in our 1 1 2  
1 - Strongly Disagree: 2 - Disagree: 3 - Neutral: 4 - Agree: 5 - Strongly 
Agree: 
I -- 
3  I 4  
HR Professionals' Social Competencies are further categorized into three, 
namely; Credible Activist, Talent ManagerIOrganizational Designer and 
Culture & Change Steward. Below are the definitions. 
5  
Definition: 
The HR professionals need to be both credible (respected, admired, listened 
to) and active (offers a point of view, takes challenges). HR professionals 
who are credible but not activist are admired but have little impact. Activists 
who are not credible have ideas that no one implements. 
HR professionals in our bank always try to meet their 1 1  I 2 1 3 4  5  ~ 
= .  . . . - 
.-. 
-. %
. , 
1 commitments. I ~ ~~ ~ I 
S.Dh. 
. . 
HR professionals in our bank normally perform accurate I i 2 1 3 i 4 1 5  
2 .  
. Dis. : 
HR professionals in our bank have earned our trust. 
N Agr. 
1 2  1 3  4  5  
and error-free work 
HR professionals in our bank are role models for us. 
HR professionals in our bank respond promptly to our 
issues. 
HR professionals in our bank are effective in their 
written communication skills. 
HR professionals in our bank are effective in their verbal 
communication skills. 
HR professionals in our bank generally have a practice 
to influence others. 
HR professionals in our bank have effective 
interpersonal skills. 
Definition: 
HR professionals are responsible for promoting the potential of their talented 
employees which will ultimately lead to higher retention and more productive 
employees. Organization design focuses on how a company embeds 
capability (for example, collaboration) into the structure, processes, and 
policies that shape how an organization works. 
HR professionals in our bank provide accurate and 
candid feedback. 
, No. 
I HR professionals in our bank are successful in 
attracting talented employees 
Statements 
3. 
S.Dis, Dis. 
, 
4. 
5 .  
N 
2 3 4  
- 
HR professionals in our bank are able to promote 
talented employees. 
HR professionals in our bank are able to retain talented 
employees. 
I 
HR professionals in our bank are able to facilitate the 
establishment of clear performance standards. 
6 .  
5 
2  , 
I 
, 5 
Agr. 
HR professionals in our bank are able to develop 
effective training programs for our officers. 
S,Agr. 
3  
4  5 
---- 
4  5 
HR professionals in our bank are good at performing 
organizational analysis and audits. 
HR professionals in our bank facilitate the design of 4 
organizational structure. 
- 
4 
effective internal communication processes. 
HR professionals in our bank know when and how to 10. 4 
leverage teams. 
Definition: 
HR professionals appreciate, articulate, and help to shape a company's culture. 
Culture is a pattern of activities more than a single event. As a steward of 
culture, HR professionals respect the past culture and also help to shape a new 
culture. They guide employees in how their actions reflect and drive culture. 
. . r No,-,. ; -. ,' ( - _._  - .. ; .:- ':Statements 
. . . , 7- 
. , . - 
. . 
. . . 
- S.Dis. Dis. 
- N Agr. S.Agr. : i ',. 
. - 
. . . . 
. . . -=.. < " . . ,  -.. 
- . ,  .. - 
. .  
. . ,  
. -?< - 
--" . -  . \  . - 2. L , iL1 -. . . 1 
HR professionals in our bank facilitate the change 
processes in our bank. 
1. 
HR professionals in our bank play an effective role 
in helping employees to understand the importance 5 
of change in the organization. 
bank. 
I 
I 
bringing about change. 
I 
I 
HR professionals in our bank play an effective role 
5 .  in communicating the desired culture throughout our 1 2 3 4 
bank 
HR professionals in our bank are able to monitor 
3. effectively the progress of change processes in our 1 f 3 1 4 
----- 
HR professionals in our bank design and deliver 
qqi for change. 
6, 
in our bank share knowledge 
across organizational boundaries. 
those HR practices that create and maintain the 
desired culture in our bank. 
1 
1 
2 
2 
3 4 
3 4 5 
HR Professionals Technical Competencies are further categorized into 
three, namely; Strategy Architect, Business Ally and Operational 
Executor. Below are the definitions. 
Definition: 
HR professionals have a vision how an organization can "win" in the 
marketplace, now and in the future. He or she plays an active part in 
the establishment of the overall strategy to deliver this vision. This 
linkage helps to make customer-driven business strategies real to the 
employees of the company. 
1 the development of o w  bank's business strategy. 1 1 1 1 1  1 
No. 
I 2. I HR professionals in our bank engage in constructive problem solving effecting external clients. I I ~ I ~ I ~  I 5  I 
HR professionals in our bank are able to forecast 
regularly the potential obstacles to the bank's success. I 1 2 1 3 1 4  I I 
Statements 
1. H R  profcssionals in o w  bank plaj a significant role in 
I 5 .  I HR professionals in our bank help to identify problems which are central to the bank's business strategy. I 1 2 1 3  I I 
S.Dis. 
4. 
HR professionals in our bank are able to recognize 
business trends and their impact on the bank's business. 1 1 1 2 1 3 1 4 1 5 1  
, 2  
I 
3  4 5  
Dis. 
HR professionals have played a significant role in the 
development of our bank's future business vision. 
HR professionals in our bank contribute towards the 
building of the bank's brand image to customers, 
shareholders and employees. 
N 
2  
8. 
1 
g. 
Agr. 
3  
HR professionals in our bank ensure that the key 
leaders are aligned around major change initiative. 
10. 
S.Agr. 
2  
HR professionals in our bank are proactive in 
contributing to business initiatives. 
1 1 .  
4  
2  
HR professionals in our bank facilitate the 
dissemination of customer information. 
12, 
5  
-----
3  
2  
HR professionals in our bank remove low value work. 
3  
2  
HR professionals in our bank translate business strategy 
into annual business initiatives. 
4  
3  
1 
5 
4  
3  
2  
5 
4  
2  
5  
4  
3  
5  
3  
4  
4  
5  
5 
Definition: 
HR professionals contribute to the success of a business by knowing the social 
context or setting in which their business operates. HR professionals must take 
care of the business success by setting goals and objectives that respond to 
external opportunities and threats. 
1. 
2 .  
3. 
4. 
5 .  
6 .  
7.  
8. 
9. 
11. 
HR professionals in our bank help to perform 
competitor analysis. 
HR professionals in our bank normally help to take 
care of the requirements of external customers. 
HR professionals in our bank are fhlly aware of bank's 
business model. 
HR professionals in our bank have adequate 
knowledge about Pakistan's banking sector. 
HR professionals in our bank are familiar with new 
emerging technologies in the banking sector. 
HR professionals in our bank realize the importance of 
research and development (R&D) related to HR work. 
HR professionals in our bank are able to perform R&D 
tasks related to HR. 
HR professionals in our bank are knowledgeable in the 
operations of our bank. 
HR professionals in our bank are aware of the external 
political environment. 
-
HR professionals in our banks are aware of the social 
issues having an impact on the bank's business. 
HR professionals in our bank are familiar with the 
issues related to the mergers and acquisition. 
, 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
--- 
3 
----- 
3 
3 
4 
4 
4 
4 
4 
4 
---- 
4 
5 I 
5 
5 
5 
5 
5 
5 
4 
4 
4 
4 
5 
5 
5 
Definition: 
HR professionals are responsible to develop the policies and implement in 
such a way that employees can take benefit from those policies. 
Definition: 
1 .  
2. 
3. 
4. 
5 .  
6, 
7. 
8. 
Will is associated with intrinsic motivation to be effective or not. If 
HR professionals lack the willingness and motivation to contribute 
their knowledge and expertise, then helshe may not be effective. One 
way by which HR department can add value to the organization is that 
HR professionals be willing to actively contribute to HRM strategies 
and their implementation. 
HR professionals in our bank play a role in the design 
and allocation of physical space. 
HR professionals in our bank are good at managing the 
labor policies and procedures. 
HR professionals in our bank are able to use 
information technology for implementing HR practices. 
HR professionals in our bank are able to use HR 
information systems to make better decisions. 
HR professionals in our bank are able to develop and 
organize suitable training programs that meet the needs 
of functional departments. 
HR professionals in our bank are good at designing a 
proper performance-based compensation system. 
HR professionals in our bank are able to design a non- 
financial reward system. 
HR professionals in our bank are able to design an 
appropriate benefit system. 
1 
3  
2 3 4  
3  
2 3 4  
3  
3  
1 
2  
3  
2  
2  
2  
4  
4  
--- 
4  
4  
4  
4  
5 
5 
5 
5 
5 
5 
5 
5 
I ) , . 1 HR professionals in our bank are positive towards I , 1 1 1 , 
I  1 their own career growth, I  - I 1  I- I  
I 
), HR professionals in our bank are willing to develop , 
I 
4 
people within the bank. 
2. 
I 
HR professionals in our bank have shown their 1 
4. desire to contribute to improve the bank's 
performance. 
HR professionals in our bank are self-motivated to 
take proactive actions. 
1 
5 .  
2 
, 6. 
Please read the following statements and encircle the response that closely 
represents your opinion. The statements are anchored on the following 5 point 
Likert Scale: 
HR professionals in our bank have shown their 
ability to facilitate the implementation 
O f  
improvement strategies in the bank. 
7.  
1 - Strongly Disagree: 2 - Disagree: 3 - Neutral: 4 - Agree: 5 - Strongly 
3 
HR professionals in our bank have the attitude to 
perform their job effectively. 
Agree: 
2 
pp-p 
HR professionals show the willingness to contribute 
their knowledge into HR functions. 
Definition: One of the important factors that has been said to 
effectlimprove employees' performance is organizational support; such 
as organizational resources, e.g. infrastructure, financial resources and 
moral support. 
4 
2 
5 
3 
, 
3 
4 
2 
5 
4 
5 
5 
I Top management has clearly communicated the 1 1 I 2 1 3 1 4  5 ,  1 ' 1 bank vision/mission to the HR professionals. I I I '  I I I I 
HR department has adequate staff to do their work 5 
effectively. 
3,  1 HR department has the latest technology to perform 
their job effectively. 
4. I 
I 
1 HR department has been provided with adequate 
6 .  training budget in order to enhance the competency 1 5 
level of their HR professionals. i 
I I 
I 1 The HR professionais in our bank have enough 
I 
I 2 l 3  organizational support to perform effectively. 
bank have organizational 
support to provide accurate and candid performance 1 
HR department has the empowerment to implement the 
policy decision which can lead to HR professionals' 1 
I I 
The bank provides helpful working environment to HR 
8. professionals which will lead to self-motivation to 1 2 3 4  
perform their job. 
4  
I I 
HR professionals in our bank are competent to perform 
9. their duty effectively but they don't have support from 5 
1 the organization. I I 
effectiveness. 
2 3 4  
5 
HR professionals in our bank are willing to do their job 
10 effectively but they have not received support from the 1 
Organization. 
5 
THANK YOU ! 
Appendix 2 
Outlier Detection Results 
Alpha 0.00 1 0.01 0.05 
Chi square 26.12448 20.09024 15.5073 1 
Outlier Table 
S r #  Mahalanobis Cook Lev Sr.# Mahalanobis  Cook Law 
1 31.82225 ,01039 ,17485 93 6.48984 ,02053 ,03597 
2 29 65776 ,00893 16295 94 6.48638 01114 03566 
3 28 19849 07149  15494 95 6 47614 ,00024 ,03564 
4 23 46990 01115 12896  96 6.45504 ,03826 03558 
5 20.62271 ,02241 11331  97 6 33555 00030 03547 
6 19.82834 ,02079 ,10895 98 6.31644 00373 03481 
7 19.31157 ,00027 10611  99 6.30838 00246 ,03471 
8 19 02474 ,071 80 10453 100 6.21902 ,00084 ,03466 
9 18 82386 01034 10343 101 6.20766 ,00535 034 17 
10 18.08587 ,00467 09937 102 619259  00188 0341 I 
11 16.70973 00173 ,09181 103 6.07675 ,00038 03403 
12 16.34654 ,00901 08982 104 5 83553 0 0  1 10 03339 
13 16.28373 ,00030 08947 105 5 69987 ,00315 ,03206 
14 16 23059 00455 08918 106 5 64799 00 166 03132  
15 15.56784 ,06767 ,08554 107 5.55570 001 16 03103 
16 15.47327 00254 ,08502 108 5.55138 ,002 15 03053 
17 15.03990 00074 ,08264 109 5.54741 00125 ,03050 
18 14.68960 0006  1 0807 1 1 I0 5 41061 ,00088 ,03048 
19 14.57046 00055 ,08006 11 1 5 40422 00170 02973 
20 13.88529 0 1778 ,07629 I I2 5 35344 00121 02969 
21 13.86143 ,00638 ,07616 113 5.24342 00000 0294 1 
22 13 70147 ,03694 ,07528 I I4 5.23620 ,00252 0 2 8 8  1 
23 13 57628 ,00142 ,07459 115 5.23324 00005 ,02877 
24 13.49900 00012 074 17 116 5.22552 ,00063 02875 
25 13.45108 0024 1 .0739 1 117 5.12508 .00034 0287 1 
26 13.37855 ,00167 ,0735 1 118 5 12508 ,00034 02816 

00444 01771 
00601 01771 
00206 0 1749 
00627 01 739 
00966 01724 
00057 01719 
00 199 01 574 
00001 01 569 
00190 01564 
00027 01530 
00230 01519 
00401 01447 
00667 01444 
00003 01441 
00003 01417 
0003 1 01753 
00076 01108 
00262 01235 
00040 01215 
00265 0 1065 
00 100 00970 
00203 00964 
00080 00927 
001 74 0091 1 
00017 00909 
00000 0089 1 
00076 00880 
00059 00780 
COO I0 00519 
Appendix 3 
Test of Normality 
Case Processing Summary 
I I I I I Cases I 
Tests of Normality 
I I I 
Studentized Residual 
I 
lStudentized Residual 1 ,0441 1831 ,200'1 991 1 1831 ,3401 
Valid 
Kolrnogorov-Srnirnova 
I 
a. Lilliefors Significance Correction 
'. This is a lower bound of the true significance. 
N 
183 
Shapiro-Wilk 
Statistic 
Percent 
100.0% 
Missing 
I I I I I I 
N 
0 
Total 
I df 
Percent 
.OOh 
N 
183 
Percent 
100.0% 
Sig. Statistic df Sig. 
Appendix 4 
Inter-Item Correlations of All Variables 
Inter-ltem Correlation Matrix of H R  Professionals' Effectiveness (HRPE) 
HRPE-Q 1 1 .OOO 
HRPE-Q3 .688 .74 1 1 .OOO 
HRPE-Q4 .699 .674 .711 1 .OOO 
HRPE-QS .669 .704 .602 .706 1 .OOO 
HRPE-Q I I .699 ,755 .626 .646 .707 .670 .67 1 .709 .7 14 .775 1.000 
Inter-Item Correlation Matrix of Credible Activist (CA) 
CA-QI CA-Q2 CA-Q3 CA-Q4 CA-Q5 CA-Q6 CA-Q7 CA-Q8 CA-Q9 
CA-Q1 1 .OOO 
CA-Q2 .752 1 .OOO 
CA-Q3 .599 .57 1 1 .OOO 
CA-Q4 .526 .56 1 .575 1.000 
CA-Q5 .55 1 .489 .484 ,703 1 .OOO 
CA-Q6 .49 1 .43 1 ,484 .407 .489 1 .OOO 
CA-Q7 .4 15 ,429 .478 ,374 .434 .67 1 1.000 
CA-Q8 ,385 ,330 .339 .336 ,385 .448 ,474 1,000 
C A - 0 9  .463 .408 .480 ,397 .393 .594 .635 .648 1 .OOO 
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Appendix 5 
Reliability Analysis of All Variables 
Reliability Analyses of HR Professionals' Effectiveness 
Cronbach's Overall No. of Dependent Variable Cronbach Items Item Alpha of Deleted (HRPE) 
1. Efficient Recruiting .948 
2. Responsive 
3. Timely Information 
4. Value added contribution 
5. Building human capital 
6. HR Policies generally supportive ,949 .953 
7. Effective policies for Business .950 
8. Motivation and moral employees ,950 
9. Met employees expectation ,949 
10. Facilities for career 
1 1. Overall satisfied 
ANOVA Result: Statistics: F = 1 1.502; p<.000 
Reliability Analysis of Credible Activist 
Cronbach's Overall No. of lndependent Variable Alpha Item Cronbach Items Deleted Alpha of (CA) \ ,  
1. Meet their commitment .878 
2. Earned our respect ,882 
3. Accurate error free work .88 1 
4. Role models for us ,883 
5. Respond promptly our issues ,882 .894 
6. Effective written skills .88 1 
7. Verbal communication skills .882 
8. Influence others 3 9 0  
9. Effective interpersonal skills .881 
ANOVA Result Statistics: F = 15.174; p<.000 
Reliability Analysis of Talent Manager I Organization Designer 
No. Cronbach's Overall 
of Independent Variable Alpha Item Cron bach 
Items Deleted Alpha of (TMODI 
1. Accurate and candid feedback .899 
2. Attracting talented employees .898 
3. Promote talented employees .894 
4. Retain talented employees .899 
5. Clear performance standards .898 
6. Training programs for employees .900 .907 
7. Performing organizational analysis & audit ,896 
8. Facilitate organizational structure ,896 
9. Design internal communication processes ,899 
10. Know when to leverage teams .897 
ANOVA Result Statistics: F= 1.887; pC.050 
Reliability Analysis of Culture and Change Steward 
Overall 
No. of Cronbach's Alpha Item Cronbach Independent Variable Items Deleted Alpha of (CCA 
1. Helping employees to understand change .905 
2. Facilitate the change process ,899 
3. Monitor the change processes .899 
4. Proactive in bring about change .897 
5. Communicating the desire culture .894 
6. Design & deliver HR practices to maintain culture ,907 
7. Share knowledge across organization ,903 
8. Help to create the change .900 
ANOVA Result Statistics: F= 4.496; pC.000 
Reliability Analysis of Strategic Architect 
Cronbach's Overall No. of Independent Variable Alpha Item Cronbach Items Deleted Alpha of (SA) 
1. Develop business strategy 
2. Constructive problem solving 
3. Forecast potential obstacles 
4. Develop future business vision .941 
5. Identify business problems .942 
6. Recognize business trends 
7. Building brand image 
8. Aligned around major change 
9. Contributing business initiatives 
10. Dissemination of customer information .943 
11. Remove low value work .945 
12. Business strategy into annual business initiatives .943 
ANOVA Result Statistics: F= 1.234; p<.259 
Reliability Analysis of Business Ally 
No. Cronbach's Overall 
of 
Items 
Independent Variable Alpha Item Cronbach 
Deleted A l ~ h a  of (BA) \ ,  
1. Perform competitors analysis .940 
2. Take care external customers .938 
3. Aware of business model ,942 
4. Knowledge about Pakistani banking .935 
5. Familiar with new technologies .933 
6. Realize R&D importance 
.934 .942 
7. Perform R&D .936 
8. Know the operations of the bank .936 
9. Aware external political environment .936 
10. Aware social issues ,935 
11. Familiar with merger and acquisition ,934 
ANOVA Result Statistics: F= 2.527: p<.005 
Reliability Analysis of Operational Executor 
No. Independent Variable Cronbach's Overall 
of Alpha Item Cronbach 
Items Deleted Alpha of 
(OE) 
1 .  Allocate physical resources .902 
2. Managing labor policies .892 
3. Use IT for implementation of HR practices ,891 
4. Use IT for better decision .883 
5. Develop suitable training program for employees ,887 
6. Design performance based compensation system .884 
7. Design non-financial rewards .887 
8. Design appropriate benefit system .895 
ANOVA Result Statistics: F= 12.763; p<.000 
Reliability Analysis of HR Professionals' Willingness 
Overall No. Cronbach's Cronbach 
of Independent Variable Alpha Item Alpha of 
Items Deleted (HRPW) 
1 .  Positive their own career growth .943 
2. Self motivated .937 
3. Willing to develop people ,935 
4. Desire to contribute .935 
5. Facilitate the implementation of strategies .933 
6. Attitude to perform effectively .933 
7. Willingness to contribute knowledge .932 
ANOVA Result Statistics: F= 7.775; p< .000 
Reliability Analysis of Organizational Support 
No. Cronbach's Overall 
of Moderating Variable Alpha Item Cronbach 
Items Deleted Alpha of (0s)  
1. Communicate vision to HR professional .932 
2. Adequate staff 
3. Latest technology to perform job 
4. Empowerment to implement the policy 
5. Enough organizational support .930 
6. Adequate training budget ,932 
7. Organizational support to provide accurate feedback ,934 
8. Provide helphl working environment ,940 
ANOVA Result Statistics: F= 2.043; p<.048 
Appendix 6 
Histogram of the Regression Residual 
Histogram 
Dependentvarlable: HRPE 
Regression Standardized Residual 
Testing Normality using Q-Q Plot 
Normal 9-9 Plot of HRPE 
Testing Normality using Normal Probability Plot 
Normal P-P Plot of Regression Standardized Residual 
Dependentvarlable: HRPE 
Observed Cum Prob 
Appendix 7 
Regression Analysis of HR Professionals' Social Competencies 
b. Dependent Variable: HRPE 
Model summaryb 
1 
a. Predictors: (Constant), HRSC 
b. Dependent Variable: HRPE 
Model 
Regression 
Residual 
Total 
Coefficients" 
a. Predictors: (Constant), HRSC 
.847a 
a. Dependent Variable: HRPE 
'quare 
.717 
Sum of Squares 
1 10.089 
43.484 
153.573 
Model 
1 (Constant) 
HRSC 
F 
458.238 
Df 
1 
18 1 
182 
Sig. 
.OOOa 
Adjusted R 
Square 
.715 
Mean Square 
1 10.089 
.240 
Std. Error of 
the Estimate 
.490 15 
T 
-3.92 1 
2 1.406 
Standardized 
Coefficients 
Beta 
,847 
Unstandardized 
Coefficients 
Durbin- 
Watson 
1.889 
Change Statistics 
B 
-.647 
1.140 
Sig. 
,000 
,000 
Std. Error 
.I65 
,053 
Sig. F 
Change 
.000 
R Square 
Change 
.717 
Collinearity Statistics 
FChange 
458.238 
Tolerance 
1 .OOO 
VTF 
1 .000 
dfl 
1 
df2 
181 
Sub Constructs of HR Social Competencies (Credible Activist, Talent ManagerIOrganizational Designer and Culture 
and Change Steward) 
Model summaryb 
1 
a. Predictors: (Constant), CCS, CA, TMOD 
b. Dependent Variable: HRPE 
Model 
1 Regression 
Residual 
Total 
a. Predictors: (Constant), CCS, CA, TMOD 
b. Dependent Variable: HRPE 
.861a 
a. Dependent Variable: HRPE 
Sum of Squares 
113.743 
39.830 
153.573 
Model 
1 (Constant) 
CA 
TMOD 
CC S 
R 
Square 
.741 
Df 
3 
179 
182 
Adjusted R 
Square 
.736 
Unstandardized Coefficients 
Standardized 
Coefficients 
Beta 
.523 
.208 
.2 1 1 
B 
-.73 1 
,671 
,253 
.247 
Std. Error 
ofthe 
Estimate 
.37 17 1 
Sig. 
.OOOa 
Mean Square 
37.913 
.223 
Std. Error 
.I60 
.074 
,085 
,075 
F 
170.393 
T 
-4.561 
9.098 
2.974 
3.277 
Sig. 
.OOO 
,000 
,003 
.001 
Durbin- 
 ats son 
1.828 
Change Statistics 
R Square 
Change 
.741 
F 
Change 
170.393 
dfl  
3 
df2 
179 
Sig. 
Change 
,000 
Appendix 8 
Regression Analysis of HR Professionals' Technical Competencies 
Model summaryb 
a. Predictors: (Constant), HRTC 
b. Dependent Variable: HRPE 
Durbin- 
 ats son 
2.025 
a. Predictors: (Constant), HRTC 
b. Dependent Variable: HRPE 
AN OVA^ 
Coefficients" 
I I 
Adjusted 
R 
Square 
.645 
Std. Error 
ofthe 
Estimate 
,54721 
Model 
1 
Sig. 
.OOOa 
I B I Std. Error 1 Beta 
I I I I 
.804a 
Change Statistics 
Model 
1 (Constant) - . I94 ,169 -1.144 .254 
HRTC I 9 9 2  1 0 5 4  1 8 0 4  1 18.217 1 0 0 0  
R 
Square 
.647 
Mean Square 
99.375 
.299 
Df 
1 
181 
182 
Model 
1 Regression 
Residual 
Total 
a. Dependent Variable: HRPE 
R Square 
Change 
.647 
F 
33 1.876 
Sum of Squares 
99.375 
54.198 
153.573 
Unstandardized Coefficients 
df2 
181 
Sig. F 
Change 
.OOO 
F 
Change 
331.876 
Standardized 
Coefficients 
dfl  
1 
t Sig. 
Sub constructs of HR Technical Competencies (Strategic Architect, Business Ally and Operational 
Executor) 
Model summaryb 
a. Predictors: (Constant), OE, SA, BA 
b. Dependent Variable: HRPE 
b 
Model 
I 
a. Predictors: (Constant), OE, SA, BA 
b. Dependent Variable: HRPE 
309" 
Model 
1 Regression 
Residual 
Total 
R 
Square 
.655 
Sum of Squares 
100.514 
53.058 
153.573 
Coefficientsa 
Model 
1 (Constant) 
S A 
BA 
OE 
T 
-.881 
6.128 
2.627 
Adjusted R 
Square 
,649 
Df 
3 
179 
182 
a. Dependent Variable: HRPE 
1 Collinearity Statistics 
Std. Error 
of the 
Estimate 
.5444 
Mean Square 
33.505 
.296 
F 
113.033 
Standardized 
Coefficients 
Beta 
.SO0 
,219 
.I76 
Sig. 
.380 
.OOO 
,009 
Unstandardized Coefficients 
Sig. 
,000" 
B 
-. 162 
.554 
.226 
.211 
Tolerance 
.290 
,278 
Std. Error 
.I84 
.090 
.086 
.066 
Durbin- 
Watson 
2.057 
Change Statistics 
VTF 
3.444 
3.601 
RSquare 
Change 
.655 
F 
Change 
113.033 
dfl  
3 
df2 
179 
SigsF 
Change 
.OOO 
Appendix 9 
Regression Analysis of HR Professionals' Willingness 
Model summarvb 
a. Predictors: (Constant), Willing 
b. Dependent Variable: HRPE 
Model 
a. Predictors: (Constant), Willing 
b. Dependent Variable: HRPE 
R 
Square 
Model 
1 Regression 
Residual 
Total 
Coefficients" 
Adjusted 
Square 
Sum of Squares 
92.818 
60.755 
153.573 
a. Dependent Variable: HRPE 
Model 
1 (Constant) 
Willing 
Std. Error of 
the Estimate 
df 
1 
181 
182 
Mean Square 
92.8 18 
.336 
Unstandardized Coefficients 
Durbin- 
Watson 
Change Statistics 
Standardized 
Coefficients 
Beta 
.777 
B 
,500 
.752 
Square 
Change 
F 
276.522 
Std. Error 
.I45 
.045 
Sig. 
,000" 
T 
3.456 
16.629 
FChange 
Sig. 
.OO 1 
,000 
Collinearity Statistics 
dfl  di2 
Tolerance 
1 .OOO 
Sig- 
Change 
VIF 
1.000 
Appendix 10 
HR Professionals' Social Competencies with interaction of Organizational Support 
Model summaryb 
a. Predictors: (Constant), HRSC, OrgSup 
Model 
1 
b. Dependent Variable: HRPE 
R 
.86Sa 
a. Predictors: (Constant), HRSC, OrgSup 
b. Dependent Variable: HRPE 
Model 
1 Regression 
Residual 
Total 
R Square 
.753 
a. Dependent Variable: HRPE 
Sum of Squares 
1 15.61 9 
37.954 
153.573 
Adjusted R Square 
.750 
Model 
I (Constant) 
OrgSup 
HRSC 
Df 
2 
180 
182 
Collinearity Statistics 
Std. Error of the 
Estimate 
.45919 
Tolerance 
,499 
.499 
Durbin-Watson 
1.955 
Mean Square 
57.8 10 
.2 1 1 
Unstandardized Coefficients 
VIF 
2.006 
2.006 
Standardized 
Coefficients 
Beta 
.269 
.656 
B 
-.668 
.252 
,884 
F 
274.169 
Std. Error 
,155 
.049 
.071 
Sig. 
.OOOa 
T 
-4.3 19 
5.121 
12.507 
Sig. 
,000 
,000 
.OOO 
Appendix 11  
HR Professionals' Technical Conipetencies with interaction of Organizational Support 
Model surnrnawb 
a. Predictors: (Constant), HRTC, OrgSup 
b. Dependent Variable: HRPE 
Model 
a. Predictors: (Constant), HRTC, OrgSup 
R 
Mod el 
1 Regression 
Residual 
Total 
b. Dependent Variable: HRPE 
R Square 
Sum of Squares 
104.900 
48.673 
153.573 
Coefficientsa 
Adjusted R 
Square 
df 
2 
180 
182 
Model 
1 (Constant) 
OrgSup 
HRTC 
Std. Error of 
the Estimate 
Mean Square 
52.450 
,270 
a. Dependent Variable: HRPE 
Collinearity Statistics 
Durbin-Watson 
Tolerance 
.425 
,425 
F 
193.967 
Unstandardized Coefficients 
VIF 
2.352 
2.352 
Sig. 
.OOOa 
Standardized 
Coefficients 
Beta 
.29 1 
.584 
B 
-.234 
.273 
.720 
Std. Error 
.I61 
,060 
,079 
t 
-1.454 
4.520 
9.074 
Sig. 
.I48 
.000 
.000 
Appendix 12 
HR Professionals' Willingness with interaction of Organizational Support 
Model summarvb 
a. Predictors: (Constant), Willing, OrgSup 
b. Dependent Variable: HRPE 
Model 
1 
a. Predictors: (Constant), Willing, OrgSup 
b. Dependent Variable: HRPE 
R 
. 796a 
Model 
1 Regression 
Residual 
Total 
a. Dependent Variable: HRPE 
R Square 
,634 
Mean Square 
48.676 
.3 12 
Model 
1 (Constant) 
OrgSup 
Willing 
Sum of Squares 
97.353 
56.220 
153.573 
Adjusted R 
Square 
.630 
df 
2 
180 
182 
F 
155.847 
Sig. 
.OOOa 
Std. Error of 
the Estimate 
.55887 
Standardized 
Coefficients 
Beta 
.297 
.535 
Unstandardized Coefficients 
Durbin-Watson 
1.934 
t 
2.312 
3.810 
6.864 
B 
.338 
.279 
.518 
Sig. 
.022 
.OOO 
,000 
Collinearity Statistics 
Std. Error 
.I46 
.073 
.075 
Tolerance 
.335 
.335 
VIF 
2.988 
2.988 
